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ABSTRACT

Tne purpose ot this research was to explore the relationship between
occupational conceptualization (image) and occupational detfinition

in police work. Specific attention was paid to the c¢ffects of the
relationship on the integration of women into this traditionallyv male
field. While conducted primarilv from an organizational perspective,
a limited number of social psychological instruments were administered
to characterize the effects of structure on the individual, Parti-
cipant observation and extensive interviewing were the methodological
techniques employed.

Preliminary analysis indicated that there was an attempt in this case
to construct the organization according to idealized conceptualiza-
tions, but that this did not coincide with daily job performance re-
quirements. As a conseqeunce, this discrepancy led not only to an
exclusion of certain categories of persons from the occupation, but
also created a daily work environment devoid of any real solidaritv,
e’ticiencyv, or productivity.

The conclusion drawn is that most of the problems women face in enter-
ing traditionally male fields are related to the structure of the work
svstem and the manner in which recruits are socialized to that svstem.
False expectations on the part of males and females clearly lead to
different experiences for each, and typically to cycles of demoraliza-
tion, demotivation, and failure. For women, failure is likely to mean
the inability to enter, or remain on, the job; for men, it is likely
to mean inefficiency and a lack of productivity.. Organizational re-
structuring is required, not only as it addresses employment equity,
but organizational yield as well.
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I. THE CASE UNDER STUDY

1. Introduction

Women are entering jobs which were previously held only by men. Problems are
being experiences as a result of this break with tradition. Questions arise
about all facets of the phenomenon. And answers are sought.

The first problems felt by women entering non-traditional fields are
resistance to entry, and the inability to enter. Neiva and Gutek (1981)
offer an explanation for this opposition rooted in history and economic
condition. Male jobs have always constituted the primary labor force.
Female jobs constitute a secondary and surplus labor force. Female jobs,
therefore, are of low prestige, and are clustered around a few tasks. Most
female jobs were originally held by men. When women entered, the men left.
This was a result of the perceived downgrading of the job., and the ensuing
loss of prestige, salary. and benefits. In a non-growth economy, men do not
have the option to leave one occupational field for another. Prestige and
salary must be maintained, so women must be refused entry, if at all
possible. Application rejections frequently use "lack of experience” as an
explanation. This may appear accurate upon first glance, but as Lyle and
Ross (1973) point out, men are offered apprenticeships and company provided
training when entering industry, while women gain their knowledge and skill
through schooling. This would clearly limit a woman's range of occupational
choices to a narrow few since schools typically do not prepare a person for a
specific job.

As women force entry, however, men demand that "image" be maintained. Women
must behave like men. At this point, a second set of problems begins to
unfold. . Women who pioneered in a typical employment are considered by their
opposition to be maladjusted. Though research has shown this accusation to
be unfounded (Angrist and Almquist, 1975; Sedney and Turner, 1975), its
popularity continues to sustain an atmosphere of futility. The woman who
does not adopt male behavior is unacceptable; the woman who does behave like
a man is sick. Richardardson (1974, 1975) found, to the contrary, that
female career pioneers typically are more intellectual, achieve higher
grades, have a high self-concept, seek intrinsic job rewards, include
components labeled masculine in their behavioral repertoire, and had the
support of their teachers in high school and/or college for their
occupational pursuits. Female pioneers have also been found to have a strong
sense of internal control (Turner and McCaffrey, 1974), a history of
involvement with masculine reference groups, and the presence of female role
models (Almquist and Angrist, 1970, 1971), the capacity for endurance (Hoyt
and Kennedy, 1958), positive evaluations of their female competence (Baruch,
1972), and more theoretical and less religious conceptualizations than their
traditional counterparts (Wagman, 1966).
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One of the more significant reasons for women entering sex-segregated
fields is that these jobs offer greater financial compensation and mobil-
ity than any of the jobs defined as appropriately female. Whether work-
ing is a personal desire or an economic necessity, whether single or
married, whether supporting herself or a family, a woman would be viewed
with no small amount of skepticism were she to ignore the financial compon-
ent in making her occupational choice.

During the years of economic growth and prosperity, women tailored their
jobs to their husbands. With need being the motivator, of late, decisions
about employment are similar for men and women. At the same time, the
motivating force has also sharpened the competitive weapon - gender. In
an effort to explore the process in which this weapon is used, to under-
stand why and how women are excluded from, and caused problems in, the
workplace, a number of questions have been posed about workers and the work
system. It was a hypothesis of this research that there is a direct rela-
tionship between a worker's behavior and the parameters set by the work
system. In examining this relationship, some of the questions for which
answers were sought included:

What are the definitions of the 1ives these men and
women have chosen? How are they similar and different?

How does the job relate to those definitions? What

are the expectations of the job? How do these personal
expectations coincide or conflict with those of the job,
or employer?

How do men and women respond to change, to disappoint-
ment, to failure? To advancement, to rewards, to
success? What are their coping mechanisns?

With regard to the women in particular:

What aspects of the work are actuelly new to them?
What aspects are difficult?

Upon which components of their behavioral repertoire
do they draw to perform their work duties? Upon which
do they draw to manage relations with their co-workers?

What are the intra- and inter-personal conflicts gen-
erated? 1Is there a conflict between the cultural norms
for women and the occupational definitions for trad-
itionally male work?

..........
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And with regard to the workplace ftself:
Do occupational norms refer to how work is to be
done, or to how socfal relations are to be conducted
at work?
What accounts for conflict between labor and man-
agement? What conditions lead to high morale and
high productivity?
Finally, in bringing the many facets together, an answer may be found for:

What 1s the connection between attitude, behavior,
and work?

2. Statement of tne Problem

Idealized conceptions of role performance are found in most occupations.

They serve to attract and more easily socfalize recruits, as well as control
incumbents (Bloom, 1963; DeFleur, 1964; Whittaker and Oelsen, 1964; Becker
and Carper, 1956). Such conceptualizations are developed in response to
potential organizational strains (Malinowski, 1926) by adminfstrative offic-
ials whose perceptions of reality generally carry great weight. Ideal con-
ceptions typically become occupational definitions thereby influencing organ-
izational selection criteria, the content of training programs, and refer-
ence points by which newcomers evaluate their own transition into the occu-
pation (Garskoff, 197\%; Corwin, 1961; Fox, 1957). While the need for certain
attributes can be objectively demonstrated, it is not uncommon for occupa-
tional definitions to be unrelated to, or inconsistent with, actual require-
ments for role performance. As a consequence, utilization of ideal rather
than real conceptions can lead to the systematic exclusion of certain cate-
gories of persons from certain occupations.

Since 1973, many discriminatory hiring practices have been forbidden by law,
but the integration of women into traditionally male fields has been pain-
fully slow. In fact, evidence points to an increase in occupational segre-
gation and income differentials between men and women during the past decade
(Hedges, 1970; Kahne, 1975; Kanter, 1977), in spite of institutionalized
policies, such as Affirmative Action and Equal Employment Opportunity, in-
tended to correct and prevent such occurrences (Freeman, 1975; Kanter, 1976;
Laws, 1975; Walum, 1977). If one accepts the premise that work is a soc-
ially structured activity reflective of the culture in which it occurs, then
one might assume that the conceptualization of jobs in American socfety has
been, and continues to be, gender based; that is, certain jobs, or occupa-
tions, are believed to require certain characteristics, or personal attri-
butes, that are exclusive to one gender. Research has shown, in fact, that
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r "statistical discrimination," whereby the gender of the applicant is used
i as an indicator of interior characteristics which are too costly to measure
directly (Berg, 1971; Phelps, 1972).

In order to comply with anti-dfscrimination statutes, there are, logically,
two directions in which efforts could be aimed: 1) the eliminatior of
gender related qualities from occupational role definitions, or, 2) com-
Fensatory socializatfon to impart the gender related qua'ities to those
categories of persons believed to be deficient. While either approach
addresses the legal issues, the second has been more common than the first,
because, in part, idealized role conceptions are slow to change. On the
other hand, there has been growing evidence that many gender differences
(Tyler, 1965) are neither inherent, nor perranent, but learned and subject
to change (Sears, Maccoby and Levin, 1957); Hartley, 1959; Lynn, 1953,
Pierce, 13961 ; Kagan, 1964, Mussen, 1966; Mischel, 1966; Horner, 1369;
Gardner, 1970, Bernard, 1971, 1972, Federbush, 1972, Weitzman, et al, 1972,
Sario, Jacklin and Tittle, 1973; Weitzman, 1974). Hence, we have seen the
rise of programs desigred to remedy women's “deficiencies," (Graham, 1973)
since it is typically believed that if women have not been conditioned to
behave in ways traditionally defined as male {(therefore not female), then
to succeed (according to the male behavioral standards embedded in the job
conceptualizations) requires the acquisition of those behaviors not already
included in the female behavioral repertoire.

This study examines aspects of the discrepancy be*ween idealized occupa-
tional definitions and actual role requirements in the field of law enforce-
ment, specifically the State Polfice. While similar to any other occupation
in an organizational, or bureaucratic, sense, the police are unique in the
degree to which they exaggerate an idealized and gender based occupational
definition. Being a policeman has been thought to require attributes poss-
essed oniy by males (Bordua, 1967; Neiderhoffer, 1967), such as courage,
physical strength, and emotional detachment., The literature on police

and military organizations (Davis, 1976; Janowitz, 1965; Block, 1973;
Reiner, 1978) demonstrated a large gap between ideology and operational
requirements when these occupations were exclusively male. This examina-
tion of the discrepancy wiil not only challenge the view that “"police work
is man‘'s work," (or, the necessity for a gender based occupational defi-
nition), but will enhance the understanding of the occupational sociali-
zation process. Women in police work are required to not only adopt a new
occupational identity, but one which has as its central definition personal
qualities associated with males. While the structure of police work has
been examined (Wilson, 1973, 1975; Becker, 1970; Bordua, 1967; Smith, 1960;
Vollmer, 1936; Westley, 1970; Skolnick, 1966, 1963; Reiner, 1978; Saunders,
1970), and the performances of women on patrol and in the military have
begqun to be measured (Block, 1973; Horne, 1975; DeFleur, 1978a, 1978b;
Sichel, et al, 1977; Charles, 1977), the occupatioral socializaticn process,
especially for women entering traditionally male fields, has been ignored.
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.r osummary, this study has:
{denti¢ied the idealized conceptualizations of State Police work;

.. demonstrated how this fs translated into selection criteria and
training programs;

3. explored the process by which those selected adopt (or do not
adopt) the occupational identity;

4. determined the degree of discrepancy between the ideal conception
and the actual role requirements; and,

5. 1lluminated the consequences of the discrepancy for new recruits,
as well as for incumbents, wherever possible.

5. Methodological Approach to the Problem

Since the study sought to explore an occupational and socialization pro-
cess, the chosen method of study needed to be dynamic and able to move about
in the subjects' socioemotional, as well as occupational, worlds. A quali-
tative approach, participant observation, was deemed to be the most suit-
able. A single-site case study was the most feasible pursuit for a single
researcher. In addition, it was accessible, available, and well-suited to
the interests and needs of the study. It was of large, but manageable size,
had a "good" reputation, and had an available role for the researcher to
play. The researcher also had contacts with the organization, which facili-
tated permission to conduct the study, entry, and initial rapport with some
segqments of the population.

Participant observation was selected because of a belief that an understand-
ing of peoples' attitudes and behaviors can best be obtained by sharing their
experiences. Additionally, participant observation was the only way to acquire
certain types of information - that which people will not directly address

in conversation; information which, to date, is unknown and cannot, there-
fore, be incorporated into formal questions or questionnaires; behavioral
data which supports or rejects the spoken word; and informatfon which the
participants themselves deem important. Because of this last type, in parti-
cular, participant observation was determined to also be the most equitable
approach for all involved. The "data door" was always open, and the data was
not determined solely on the basis of researcher imagination, insight, and
skill. The subjects were able to supply input. The framework of thought was
not the structure of the researcher alone, as might have been the case with
more quantitative tools being used in such an exploratory endeavor.

This does not mean, though, that disadvantages went unaddressed. Researcher
presence was known, therefore did have an impact, and was considered at all




times. This necessitated on-the-spot modifications, as well as a major
modification during the last third of the data collectfon process (see
Appendix A). Researcher bias could not be completely eliminated. Personal
perceptions of behavior, however, were monitored by the perceptions of

other participants discerned through interviews and conversations. Personal
behavior was kept in check by the norms of research. There was never any
confusion about the role which was being performed, or the job to be done.
Frequently, the withholding of a personal opinion caused a strain, but the
subjects were reminded that counselling was inappropriate to the situation
and normal relations would soon return. There was also some difficulty

in keeping extensive notes during informal times and during physical train-
ing periods. Being female presented circumstances a male researcher would
not have experienced. But this was, after all, an individualized experience,
not absolutely reproducible. That is, rapport, cunfidences and responses

are significantly determined by personality, sensitivity. emotional depth,
intellectual capacity, ability to recognize and counter one's own projections,
awareness of ethical issues, and ability not to under- or over-identify.
These traits will vary with each researcher and each population of subjects.

Therefore, in recognizing these limitations, what was lacking in design was
compensated for in long-term familiarity. Also, supplemental data, collected
by such means as content analysis, extensive formal and informal {interview-
ing, and a number of social-psychological instruments (See Appendix B), were
expected to be useful in lending support to the qualitative data.

The first phase of the data gathering process involved extensive interview-
ing of top administrative officials. Questions addressed departmental policy,
structure, and practice, as well as fdealized conceptualizations, aspirations,
and ambitions. Specific information about daily job requirements was gath-
ered by visfting Troops and riding with Troopers on patrol. This also facili-
tated the development of exploratory questions to serve as guides during the
training period. Training staff administrators and instructors were also
interviewed during this time, as well as recent graduates and veterans.

The second phase of data gathering was during the 20 week recruit training
program. Trainees numbered fifty-four, and were overseen by five instructors
and three program administrators. The role of trainee was adopted with

minor modification to allow for extensive notetaking and a proper liaison
with the administration and instructional staff. DOuring this time, documents
were also collected for later content analysis. Several questionnaires and
scales were also administered. These included: the General Well-Being
Index, the Spence-Helmreich Attitude Toward Women Scale (short form), the
Minnesota Survey of Qpinion (short form), Srole's Anomie Scale, and Dean's
Alienation Scale.

The third phase of data gathering began after the recruits' graduation, upon
assignment to a Troop. A sample of graduates was chosen which included the
female graduates (N = 6) and a representative sample of male graduates

(N =86).

...... e, e
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The original proposal included spending several days on the road with each
of these subjects, but permission was rescinded at the last minute (see
Appendix A). Participant observation was replaced by interviewing. Also,
the number of sessions was increased, as well as the number of persons
interviewed. While the sample remained the focus of inrvestigation, corro-
borative data was needed to replace what would have been first-hand observ-
ational data. Several reliable informarts were recruited.

Additionally, several tests were administered to assist in determining their
levels of job satisfaction (Brayfield and Roth), employee satisfaction
(Morse), and group dimensions (Hemphill) (see Appendix C). Since the con-
clusion of the data collection process contact with the female troopers has
been maintained, as well as with other informants. This has allowed for

an updating of the outcomes and consequences of situations which directly
affected the subjects as recruits and probationary troopers.

Finally, throughout this entire period the strictest degree of confiden-
iality was required. There was always an atmosphere of tension and a fear
of repercussions from those who considered dealing with an "outsider" to
be reprehensible.

4. Background
4.1 Occupations

[dealized conceptions of an occupation are mental images of what a job
should be, what type of person should hold such a job, and what behavior
should be expected. By having and projecting such an image, occupational
recruitment, socfalization and control can be more easily managed. Images
embodied in legendary figures, such as Florence Nightingale, Clarence
Jarrow, and Vince Lombardi, or media heroes, such as Marcus Welbdy, Lou
Grant, and Mary Tyler Moore, serve to attract potential recrutts, and offer
a model for incumbents to emulate. Accouterments such as symbols, slogans,
ranks, and equipment can also incite interest, allegiance, and conformity.

‘maqes are perpetuated and/or modified to prevent or treat occupational
strains. Sources of strain may be external or internal to the orzanfzation.
“ne more stressful the occupation, the more 1dea’ized, or exaggerated, the
conceptualization is likely to be. (ormynity reilaticns may be improved by
the link to the occupation created by g'amorized mecra pertrayais of jobs.
.ntraorganizational changes may be facilitated £ty ‘mage modification. And
"mage can serve as a tool for indoctrination during training, a perfod typi-
cally fraught with strain. Thus, image operates through anticipation, trans-
‘ormation and incylcation.

Agents of conceptualization include those who define and redefine, and those
who transmit. Defining agjents would typica'ly be serior administrative




officials, persons with the abfility and the authority to turn their per-
ceptions of reality into definitions. Transmitting agents would include
recruiters, selection board members, instructors, and those who emylate

the imaje.

Utilization of image, or idealized conceptions, results in greater homogen-
eity in an occupation. Internal desires to perpetuate the organization
without change, and external pressures from colleagues, 1ead recrufters and
selectors to seek individuals whose attributes are consistent with the
existing organizational membership, as perceived. Applicants must convince
these gatekeepers that they are already similar to, or are able to learn to
be like, those already on the job. For those who make it through this cull-
ing process, the socialization, or training, process will involve no less of
a demand for conformity. In fact, the purpose is to impart to the novice
the occupational norms which are expected to be observed. This results in
the development of a personal identity intimately linked to an occupational
one. The internalized conceptions of the occupation become manifest in
overt behavior which communicates to others the nature of the occupation as
well as the individual. 1[f one lacks the necessary resources to adopt the
occupational identity, and fuse it with the personal, occupational exclusion
becomes the realfty. Status inconsistency, or deviance, and the ensuing
dissonance, are organtzationally undesirable, therefore exclusion is viewed
as legitimate.

Any inherent occupational contradiction, or the discrepancy between {deal-
ized occupational definftions and actual job requirements, is 1ikely to
begin to materialize, or to be clearly observable, during the period of
transition from novice to practitioner. The existence of such a discrepancy
supports the argument that if there is a weak relatfonship between selection
criteria, the training program and the job, then those persons who were
excluded, at any state, may not have been deficfent, or unsuitable, after
all. [t is more likely that the definition of the occupation is inappropriate.
This addresses the problems of employment discrimination and minority inte-
gration differently than the current approach, which still prefers to re-
socialize than redefine.

4.2 The State Police

History

On May 28, 1303, the State Legislature passed a bill to create

3 State Police Department to assist in the investigation, detection, and
prosecution f all criminal matters which fall wi*hin the purview of the
officer making the request for assistance, Reques-ing officers we-e defined
as the Governor, the state’'s Attorney Gereral!, or 'eja'ly appointed prose-
cuting offtrers The motivating factor behind the 5110 was the desire to




provide the State's Chief Executive Officer with a police arm empowered
to enforce various statewide regulations. Warranting this special effort
were the suppression of commercialized vice, particularly violations of
liquor and gambling laws, and the investigation of fires of suspicious
incendiary origin.

Given the strong spirit of local autonomy present in the state 1in 1903,
the new state controlled bureau was meant to strengthen and supplement

Tocal police departments where they were weak, but not usurp their function.
Supporters of the bill contended that the department would pay for {tself
many times over from the collection of fines and the forfeitures of bonds
from prosecutions.

After passage and enactment of the bill, management of the new department
was given to five appointed Commissioners, well respected men from various
parts of the state. Their first action was to select a Superintendent and
Assistant. Superintendent, and draw up a set of rules and regulations defin-
ing the duties of the new officials and providing for the government, disci-
pline and efficiency of the new department. The criterfa for that first
Superintendent were that he be an honest, judicious, and capable man, who
would not be perverted in order to satisfy the objectives of a political
machine. The ensuing rules and regulations amounted to 1ittle more than

the number of policemen needed and the salaries to be paid to department
members. Policemen would number not less than five and not more than ten,
each to be appointed by recommendation of the Superintendent. The first
five were hired on October 19, 1903, with three more hired by the end of the
first working year. Financia) matters were viewed with caution. The
Superintendent was salaried at $3000, his Assistant at $2000, and office
help was not to exceed $2000. The policemen were paid $3.00 per day, usually
working six, but sometimes seven, days a week. In addition, they had to
provide their own "uniforms” (blue clothes with brass buttons) for state
occasions, and work in their personal clothes at all other times,.

intent on being well informed, the Commission ruled that no one would speak
about departmental affairs to the public without the authorization of the
Commission. This seemed designed to provide the public with the proper
image, but it also raised the question of why they did not welcome public
scrutiny if they deemed themselves above reproach.

The General Assembly also set requirements to guzrantee the faithful per-
formance of duty by departmental members:

1. all members of the department were to post a bond;

2. anyone accepting a gift would be fined $500 and/or jailed for sir
months, and be fired;

3. authority was limited by geography and substantive jurisdiction;




4. all members had the same power with respect to criminal matters
and the enforcement of laws pertaining to liquor and gambling
as police were allowed to exercise in their own respective juris-
dictions;

5. when not engaged in specific work, they were expected to prevent
crime, preserve the peace of the state, and secure the detection,
arrest, and conviction of offenders.

Though mainly created to combat 1iquor offenses, the wording was construed
as a means of expanding their functions when and if social conditions might
warrant such expansion,.

Division of power was clearly stipulated. The Superintendent had direct
and immediate control, but the ultimate reserve of power was the Commission,
which could remove and replace personnel.

In 1903, the population of the state was 908,420, so an eight man force
was clearly too small to have much of an impact. Other early disadvantages
included unreliable transportation (foot, horse, horse and buggy, trolley,
motorcycle), loose organizational supervision and no direct supervision.
Communication amounted to a weekly written report, from the policeman to the
Superintendent, stating briefly his daily business. At the end of the first
year, however, they had a notable showing of activity - 415 cases, 313 of
which were prosecuted.

In 1905, the State Police were given the responsibility and authority to
investigate suspicious fires, and in 1911, they were assigned to investigate
and enforce motor vehicle law. Four motorcycles were issued at this time,
and in 1918 they received Model T's.

During the years from 1921 through 1942, the State Police saw reorganization,
growth, and technological advancement. A formal training program was insti-
tuted. The first class of fifty men attended for three weeks and were taught
physical training, motorcycle riding, and discipline. A Commissioner of
State Police was appointed to replace the five man Commission overseeing

the department. Five sub-stations, or troops, were established in the corners
of the state to protect access into the state.

By 1927 the force had grown to 100 men, and 1932 saw the entry of women.
They served as matrons, and were required to be registered nurses. In 1937,
a permanent training facility was opened and used until 1971. 1In 1939 the
first FM 3-way radios were introduced. This resulted in an increase in
efficiency and effectiveness due to the ability to respond more quickly.

During what are referred to as the War Years (1942-1953), responsibilities
increased. Because of the perceived possibility of enemy infiltration, the
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State Police ir-.reased their activity along the shoreline. Persons outside
of the deparunent (e.g., Coast Guardsmen) were given State Police powers

to assist the Troopers. Workdays averaged eleven hours, totalling a sixty-
six hour work week. Towns contracted with the State Police to have a
Trooper permanently assigned to them. And by 1953, teletype communication
networks had been established among the local towns and throughout New
England.

Today, the force {is approximately 900 sworn personnel, and the organiza-
tional chart on the following page shows the degree of bureaucratization
which has taken place since 1903. The State Police working out of 12
troops are now responsible for 100C miles of limited access highway and
8000 miles of state roads. 85 of Connecticut's towns have their own muni-
cipal police departments, but the remaining 80 are served by the State
Police on a $35 million budget (1980-81),

Occupational Framework

The goal of the organization, as stated by a top administrative official,
is “the efficient and effective delivery of police services which requires
organization within the department. We define this as a group of people
organized to accomplish a specific goal with a formal structure and chain
of command. The responsibility of each level is established and has auth-
ority." A request for elaboration brought forth the explanation that “a
formal structure means a '1ine' which directly performs primary tasks of
the department, and 'staff' which adminfster or service the department by
‘'span of control’, or the number of men a supervisor can effectively super-
vise, It works by having 'unity of command,' which means only having one
boss to report to."

Touting themselves a "paramilitary force," the State Police utilize rank and
accompanying insfgnfa similar to that found in the Armed Forces: Colonel,
Lt. Colonel, Major, Captain, Lieutenant, Sergeant, Detective, State Police
Woman, Trooper, Resident Trooper, and Trainee. Since the Detective and
State Police Woman ranks (N = 9) are no longer being hired, "enlisted ranks"
actually amount to Sergeant and Trooper. Uniforms are identical for all;
some duties, however, do require plain clothes.

The division of labor corresponds to the rank hierarchy only at the top.

The Commissioner holds the highest office, assisted by an Executive Officer.
Commanding Officers head the Bureaus and Divisions, and Field Commanders
manage the Troops. Smaller sections vary in status, therefore some are
supervised by Troopers, others by Captains. As might be assumed, those
positions perceived as having greater prestige are occupied by persons of
greater rank. Ffrequently, such perceptions shift with time and available
personnel.






of more steadfast nature is the chain of command rule of communication. The
flow of information travels down the chain in the form of orders, up the
chain in the form of reports through immediate supervisors. Deviation from
this route occurs in face-to-face settings on the basis of personal
relationships and informal custom.

Idealjized Conceptualizations

Like other bureaucracies, the State Police Department is formal, rational,
centralized, and utilizes idealized conceptualizations of role performance.
Their occupational definition, however, is more exaggerated than those found
in most occupations. The basis for this increased idealization are said to
be more stressful work conditions associated with law enforcement in general
(Seyle, 1978). Such conditions would include rotating shift work, long
working hours, constant fear and anticipation of danger and death, daily
interaction with seamy individuals, actual confrontations with injury and
violence, as well as prejudice, suspicion. and hostility from the public at
large, and the frustrations of the role within the criminal justice system,
that is, feeling continually thwarted in their efforts to enforce the laws by
the courts and the corrections department.

Perceived strains specific to the State Police involve external pressures to
operate on an insufficient budget, to integrate minorities to a greater
degree. to improve public relations which have been poor since the 1960s when
police generally were known as "bullies” and "pigs.” and to repair a
reputation damage by errors made in a major murder case in the 1970s. Recet
internal strains include a shortage of personnel, widespread demoralization,
a lack of career advancement opportunities, a controversy over promotion
policies, and growing hostility between "labor and management."

The idealized definition espoused by the State Police does not include a
legendary figure to emulate, although the television show Barney Miller and
Joseph Wambaugh's books and movies are thought to be realistic by veterans
and rookies alike. Teievision viewing is the most highly ranked pastime, and
a lice and recue shows are the preferred programming. Most of those by a
viewed described such shows as entertaining due to the (vicarious)
satisfaction they felt when "the good guys won.”" and the "excitement of the
action.” Some even expressed a sense of relief in watching fights and chases
after they "had put in such a boring day."

The dominant image of this organization is reflected in the use of uniforms.
guns, cruisers, ranks and a quasi-military structure, which has served to
preserve uniformity, if not soladarity, in light of recent strains. The core
of the professed image of Trooper. however. seems to involve the inherent
possession of certain personal attributes, such as physical strength,
aggressiveness, courage, emotional detachment. decisiveness, the ability to
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charge, and the ability to be a good team member. Military experience is
considered by most to be a significant indicator of qualification. Higher
education, on the other hand, is not believed to be significant or neces-
sary, except by a few.

An ideal conception would be perpetuated primarily by senfor administrative
officials, such as the Commissioner and the Executive Officer, through the
policies they set addressing recruitment selection, training, and field
operations. Policy enactment is the arena in which verbal claims are sup-
ported, obstructed, or rejected. Determining the degree to which policies
adhered to mandates any verbal proclamatfons, and the degree to which polic-
ies were implemented by subordinates was a major task of this project. The
pressure to integrate women into the organization required a review of the
1deal ized conception that "police work is man's work." The attributes
thought to be fundamental to role performance were attributes thought to be
possessed primarily, if not solely, by males. Resistance to image modifi-
cation would violate federal mandates. Adherence to idealized conceptions
would likely result in a discrepancy between what the job was thought to be
and what the job actually is.

An examination of each policy area was conducted to determine the points at
whict adherence, obstruction or disillusionment occurred. Equally {important
was how these responses were managed. Possibilities included acceptance

and adjustment, sublimation, and rejection and withdrawal. Attrition rates
may be influenced by factors other than dissatisfaction, but an examination
of who leaves, and when, was expected to further illuminate the importance
of the discrepancy between ideal and real role definitions. High rates of
socfal and medical problems, such as divorce, coronary heart disease, emotiona’
disorders, suicide and substance abuse clearly reveal that stress is an in-
gredient of police work. However, the sources of stress that have been con-
ventionally identified, usually do not include the possibility that sel-
ection and training procedures may not be germane to actual role performance
requirements. Such a relationship was expected to, and did, materialize

in this study.

4.3 Women in the State Police

Women have traditionally occupied positions in police work. They have been
hired as clerical workers, switchboard operators, dispatchers, and police-
women. In that there were female prisoners and female victims, the job of
pol icewoman was created as the only "decent and mcral" way in which to serve
their needs.

Until 1976, females employed by the State Police were known as policewomen,
and performed duties distinct from male Troopers. As an occupational sub-

division, they were responsible for dealing with women and juveniles. Cases
typically involved interrogating rape and child abuse victims. Policewomen




wore civilian attire, worked weekdays, and were on call for night and week-
end emergencies. They did not patrol the highways or rural towns. There

was approximately one policewoman assigned to each Troop, with a few regional
floaters. They totalled less than twenty on a force of nearly eleven hundred.

When federal law prohibited gender based job classifications, the job of
policewoman was phased out. Any woman who wished to be employed by the State
Police had to apply for the position of Trooper.

Although there have been hundreds of applicants over the years, there had
never been more than five female Troopers on the road at any given time.

Both the attrition and the turnover rates of the women have been high, and
considerably higher than males, but the only explanations offered for this
entail an emphasis upon gender differences. Such explanations imply that
women do not possess the abilities needed to perform police work. 1In the
1960s, however, the President's Commission on Crime recommended subordinating
strength-and agressiveness (presumably male qualities) to emotional stability,
intelligence, and sensitivity to minority problems. Also recommended was

the elimination of the height and weight requirements which were typically
barriers to female employment. In the 1970s, the Police Foundation conducted
research which concluded that women would bring stability to police work,
reduce violence, increase crimefighting, and improve public relations.

Women's chances of recruitment, selection and succession, however, are

clearly influenced by beliefs about women and beliefs about the job. In that
beliefs about the job of State Trooper are consistent with beliefs about what
women are not, the lack of female Troopers is logical and probable. The
argument, however, is subject to question. If women are excluded on the basis
of not possessing characteristics thought to be, but not, necessary for the
performance of the role, then the exclusion may not be viewed as legitimate.

In addition to problems of entry, other formidable obstacles and inter-
actional dilemmas faced by female Troopers have been isolation and hostility
from supervisors and coworkers whc resent their presence, uncooperative
behavior from the public, an informal occupational social system that ex-
cludes them from significant communications and sponsorships, and situations
which place them in roles eliciting stereotypically female behavior.

Few organizations have resisted the integration of women more vigorously than
police departments. When the 'affaire d'honneur" was lost on legal levels,

it continued, nevertheless, on organizational, informal and interpersonal
levels. When a group is threatened with change, such as the State Police,

its culture becomes internally and externally exposed (Hughes, 1958; Kanter,
1977). The arrival of outsiders (women and other minoritfies) forces group
members to recognize and acknowledge aspects of their common bond which could
previously be taken for granted (Moore, 1962; Grusky, 1964). 1In a law enforce-
ment setting, where habit rules (Wilson, 1973), such self-consciousness is
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discomforting. Being faced with new, non-structured, non-routine events
(being “backed up" by a woman, for example) exacerbates the discomfort
(Thompson, 1969). For smooth interaction, members need a shared vocabulary
of attitudes (Mills, 1953). A familiar image provides just that. Intro-
ducing the unfamiliar elicits negative responses based on fears of what this
implies for their occupational role, the norms of police work, the division
of labor, the informal cohesiveness, the shared definitions of masculinity,
the social prestige, and, ultimately, their own personal idantities. The
base provided by the intersection of occupational and personal identities
supplies a stronghold for defense against challenges to the job, and by
definition, to the manhood of the male Troopers.

The exaggeration of image occurring within the State Police, as a result

of forced changes was expressed {n greater emphasis upon strength-related
capacities, such as hand-to-hand combat. This emphasis would be expected

in light of studies which show that women in police work perform better than
men in areas such as report-writing (therefore a greater court conviction
rate), defusing potentially violent encounters, and motor vehicle operation
(Sichel, et al, 1977; Charles, 1977).

The “combat mentality" also has a long history. The reality of police work
has been carefully hidden from the public and denigrated by Troopers. Al-
though requests for service are the most frequent and most common daily
occurrence, crime-fighting is purported to be their primary activity. It
remains salient for its dramatic and symbolic value. It is visible and pub-
licly valued. Awards banquets can be held, with tributes and backslaps bes-
towed lavishly. After all, the apprehension of a criminal is associated
with danger, bravery, and heroism, thereby makinj police work a man's work.

5. The Work Place

5.1 The Training Academy

In addition to the issues of employment equity and gender integration, police
training warrants attention with respect to the type of worker sent out “irto
the streets." Tr» very exfistence of a training program implies that the sel-
ected candidates are not yet ready to assume the responsibilities of police
work. At the Academy, they are taught about the organization, what their
role will be, and how they will be expected to perform it.

Physical Plant

The Police Acadamy is shared by the State Police and the Municipal Police
Training Council. The latter conduct 10-week training courses throughout the
year for local police department recruits. A Skate Police officer, however,
is the Director of the Academy, as well as the Director of Training for the
State Police. As can be seen from the diagram on the following paje, the
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facility provides all services for the recruit class during its 20-week resi-
dential program. The second floor of the dormitory wing housed both male and
female recruits. The bathroom was subdivided so that during the day the men
and women each had their own toilet and sink facilities, but in the evenings,
specfal hours were designated for segregated shower usage, since the shower
was located in the women's half. Sam -sex rooms were shared by either two or
three persons, each room having beds, two desks, two closets and a sink.
There was also a laundry room on the floor, and a private room and bath for
the duty officer's overnight accommodations.

The cafeteria served three meals a day. Exceptions were no breakfast on Mon-
day and no dinner on Friday. The Snack Room was "open" to State Police re-
cruits only after the last evening class and until 10 p.m.

One classroom on the second floor was used for all classes. Next to it was
the only bathroom in that wing, and it was designated for men. The physical
training room in the basement was used for physical training and defensive
tactfcs classes during the day, and available for recreation at night if a
trainee had any free time. Half of the room was covered with floor pads; a
partial Universal Gym took some floor space in the other half.

Administrators said that this total institutional approach to training was
intended to free the trainee from all distractions in their personal Tives so
that they could devote all their attention to their studies. That it was a
time-honored method of stripping away old habits (psychological and occupa-
tional) so that they might be replaced by new ones was denied. There can be
no doubt, however, that such an eavironment made trainees highly vulnerable
to mutual socialization pressures and mutual reinforcement opportunities.

The Staff

Administration of the training program was the responsibility of the Academy
(0 and his executive officer, a Captain and Lieutenant respectively. Ouring
this session, however, the Lieutenant played the primary role of supervisor
and decision-maker. The Captain was typically busy with other Academy busi-
ness and special assignments from the Commissioner. He delegated his auth-
ority for training to his Exec, and apparently afforded him great trust.

The Lieutenant had, in previous years, been the Academy CO himself (as a
Sergeant), and knew the "routine" well. The basic curriculum and training
methods had not changed in 15 years. In addition, the Lieutenant taught the
Defensive Tactics course. Except for during this class, however, his presence
among the recruits was infrequent. The day-to-day monitoring was conducted
by a Sergeant, whose title was Recruit Training Coordinator. In addition to
reporting to the Lieutenant, this Sergeant taught Physical Training (every
day) and was the ultimate disciplinarian. When in the presence of a recruit,
or the whole class, his behavior was loud, aggressive, and frequently, cruce.

There were seven instructors, of Trooper rank, on permanent assignment to the
Academy. Two were responsible for two courses only - Personal Health and
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Crash Injury Management. The former course addressed stress, nutrition,
exercise and swimming. The latter was a fifty hour course leading to a
certification as an emergency first responder. One instructor was a regis-
tered nurse (male), the other was studying for a degree as a physician's
assistant on his own time. The remaining five instructors taught the re-
mainder of the required courses. Two were newly assigned to the Academy,
only a few weeks prior to the start of the session. As with all instructors,
they were sent out of state to another State Police Academy where they
attended a two-week "how to teach" course. From all reports, this course
emphasized the maintenance of classroom discipline, and the observance of
lectures presented by the out-of-state instructors. Considerable time was
also given for the pursuit of athletic pastimes.

Of the five instructors, two had college degrees. One had taught in grammar
school for a year prior to joining the State Police, the other had two
year's experience teaching junior high school. None of the instructors had
any formal training in education, police training, public speaking, or any
other area which might be considered relevant to their jobs. There was no
formal or objective criteria used for selecting instructors. When a position
was open, usually due to a promotion, an announcement was sent out to all
troops. Anyone of trooper rank interested would submit their name and be
interviewed. Sometimes the applicant would be asked to deliver a short
lecture. The final decision was made by the three Academy administrators,
each of whom may not have seen all of the applicants. The choice was made
on the basis of who was most well Tiked. No objective attributes or skills
were ever offered when questioned about what constituted being "liked."

There was one female instructor. With so many women entering this class, it
was decided by the Commissioner that a female rcle model was needed. Griev-
ances brought by male applicants for the positicn, who believed this was
discriminatory (since she had been on the job only 2 1/2 years), have recently
resulted in her being reassigned to a troop and replaced by a male, though

not one of the former applicants.

Finally, all but three of the ten training staff members had spent five to

ten years at the Academy, which amounted in all cases to over half of their
State Police careers. Because of their distance from field work, regular
hours, clean envircnment and lignt work load, trecy were the objects of criti-
cism by their peers in the field. This is believed to have been a significant
factor in their hard-line, aggressive, and rude behavior, and crude language.

Curriculum

The following list of courses provides an outline of the instruction provided
during the 2C-week training progr-m. It was believed that such a curriculum
would provide the recruit with the skill, knowledge, and degree of proficiency
needed to perform their jobs well upon graduation. A passing grade was 70

out of a possible 100.
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Accfdent Investigation (Motor Vehicle)
Boxing :
Come-Along Techniques
Crash Injury Management
Criminal Investigation
Criminal Justice System
Defensive Tactics (Karate)
Disarming Techniques
Firearms
Handcuffing Techniques
Interpersonal Relations
Judo
Laws of Arrest
Military Drill
Motor Vehicle Law

~ Orientation
Patrol Techniques
Penal Code
Personal Health
Physical Assessment
Physical Training
Police Driving
Removing from Vehicles
Riots and Civil Disorders
Search and Seizure
Use of Baton
Water Safety

While some of these courses are self-explanatory, others are not.

Boxing - was not intended to teach boxing skills, but to provide an
opportunity to demonstrate one's level of aggressiveness. There were two
sessions during the first two weeks. Opponents were matched by height and
weight. Some of the larger women boxed men. Protective headgear was usec.
Twenty pushups and twenty situps were required before each bout as warm-up
to prevent injury. Anticipation among the trainees ranged in expressfon
from tension to fear, with most of the women experiencing diarrhea and vomit-
ing before and after each session. Casualties incurred broken noses, fingers,
and ribs. During each bout ridicule was used by the referee as a means of
eliciting greater aggression. Afterwards, trainees were told that the class
would view the videotapes before the second sessicn so that they could make
a greater effort "to not look like wimps the next time." These tapes were
not seen, however, until the sixteenth week, and not for the purpose of in-
struction, but humor. Interviews with the staff brought forth adamant state-
ments that there was an “"acceptable level of aggression necessary for police
work," but r one was able to identify, operationalize, or measure that leve'.
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Come-Along Technigues - 1nvolved a three hour (lass demonstrating ways
“LT&“ g way

to escort individuals who are us'ng Dacsive or minor resistance to author1?,
The session begar with 3~ explarattan for us ry wul® ‘errrique. Hent wris?,

bar hammer lock, and two finger, wo knuckle some-alongs)

1. "I hurt my back naving to 'ug off one of those (expletive deleted)
hippies and 't wasn't worth ft -

Z. Shown a newspaper _iipping of a New York "s't-in' with policemen
carrying off demonstrators), "We lock like ‘0ols doing this "

Crimnal Investigation - in addition to the fundamentals of collection
and preservation of evidence and the rules of admissadbility ‘search, c<ketch,
photograph, fingerprint, nlaster cast and interrogation), ather topics were
included 'n this oyrce

Forensic (ab

Major “rime “3.ad

Autopsy ‘ie'? :r1p)

Sex Crimes

Narcot s

Sudden nfant DJeath Synd-ome 'SIDS)
Thild Aryse

Crjanized Tr-e

Jeccrt wWrit'ng

Criminal Justice System - inc'uded two fieid trips to Superior lourt for
a mock trfal, and to hear the closing statements of an actual tria)l while

introduced as a course %o ‘earn the structure a~1 requirements of the State':

Judicial System, th~e jreatest amount of time was spent in discuss‘ng how the
prosecuting and de‘ense ‘awyers fail to uphold the ditigent efforts of the

police. In this vein, time was spent teaching *he "proper ccurtroor conduc®.
50 essential for creating the proper mage wher “estifying,” and the types of

triciks to expect from :"e defense altorney.

drstrac

Jdisa
t strecne who ‘s scinting a Jun at you

"atduuffing - tnree riuns 5f simuation, w 't ‘wo ‘ratnees a° a4 ' me

taking the riles -f ar-e.t ng n¢ficers and ore :re*ending *Cc be a lee'ng
felgr cach 5f *ne e:3>*een sets of s'ayers na three minutes o s.biye an
"cuff their preoscner NStruct'ons were to empicy *he *a tics ‘earned to
date and only use "5C% scwer " ‘as.alties incurred included scratznes,
bruises, broken f:ngers, trr terdonrs, pulled muc-les and a 1's'cca‘ed tnee
‘when the (50 1h  fe'crn  ‘hrew the 100 1h “c55 against *he wa'l)  The
matching of contestants, the lack ¢cf control turong the urtaeqts, ard the
angry ‘ecture, afe-waris, 2h04% He'nNg ungent amgn’y w'mps  seemes *)

rming Technijues - 3ne hoyr spent demcnct-ating anc praciliing Mow U
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indfcate that the violence was desired by those conducting the class, and
supported by those viewirg i°*.

Interpersanal Re'ations - the course was taught by the "nly non-white
member of the staff [t was intended to explain pre . 11ce and discrimination
as they affect the 'aw enforrement officer and the jereral public. The first
class engaged in a discussion o2f jender d:fferences, which resylted in an
uncontrolled shouting matih between trainees on 3 cersonal level. By the
end of the class, the hostility among trainees was evident, the course was
held one more time witn si1milar ;onsequences, and then cancelled.

Orienta” ion - was an effort to introduce recrui®ts’ families to the State
Police. The First session, 1uring the fiftn week, 11C .ded speeches by
Administrative Cff1cra’s, a oL~ of the Acaltemy, and Jinner.  "he theme of
the second sess‘on, during "~e thirtesnth week, was Sa‘ety. After dinner,
several recry'ts put on a demcnstration involving 1ydo and defensive tactics
The final sesston, 34rinj tre eijhteenth week, was for married recruits.
T™ere was a dinner and a 3is_ussion of po'ice marriages, their potential
problems and solutions Att:tudes towards these orientation sessions were
ambivalent. On the ore hard, they were a we' CcOome “reak from the routine,
on the other, the, were -:.-asions ¢ii'ed with the pressure of "performing”
for their fam‘lies in frcnt 2¢ their syperiors, and hoping their familires
would ‘measure up = There were great ‘et-dowr, for many after these .isits,
as we !

Physical Assessment - these tes’s were aimi- ;°ered every five weeks.
The purpose of the "projram™ was sai? %o “encoura;e physical fitness which,
in turn, will- 1 , resuce emotional and nervous *ens'on, 2.) control body
weight, 3.) reduce susceptidriit, *o common iniur o5, such as back myscle
njuries, 4 ) reduce dejenera’'ve heart disease, 17¢ 5. reduce general phys-
1cal deterioration T™he Jntts measured and ra'e: were teight, weirght, body
fat compositicn, hand 3rio, numter 3¢ pul’ups, Dus"upS. an?d tent-knee s1tups.
Agility run, rumpir3 s%retc™ ard extended rea.h, anc¢ a2 i "/ mile *imed
run The tes’s we-e 'he ‘nrocgra-

Physicai “rafn-nji - Thig cogurge ts o Zestjrol to deve T 28510 'fetime
sk1ils required fo- 3024 onysa’ teal th itopresants *te pRYigsachy and
5a5°C prancipies 9¢ phystoal cendrtrcndng, an eatic, e 0 furdamerca’ Ign-

*tizning proedures N a jradt.,a’ ncreasing “as' . at: foc.ses on l:-dva -
respr-atory fitness and v, ¢ Llar endu-arce inocaadl vty 1t was 0 mowrs

per 3, of ca istrenic: angd ~unnirg ‘aoproximate’ . 4% min,tes 3f each:
Four "imes during the )7 weeks pulse was taken He‘~re, durfng and aftar a
run. There was no -ord'%'0r'nq 3n a jradual nas s, ari the class attitude

was that "after jrad.ai:n we "' nu1'd a Sonfire 1f >ur running shoes

Riots and T1v' ' Crscrders - one 1ay wds spent a3tining frisg rangq’ing
antrjue and foreijn Jreradec . a4 watiRing an eaD  <teen feroritration put
o by *he Bomb S7urd, 3 e ~rd fay was spent exiercar calt tear a5 and
thers  nemyca’ g e

ol T lP O P O PN A AP el Sty Lol € Bl T a el e O At



Water Safety - even though it had been legally determined that swimming
could not be considered a requirement for graduation., taking the course was

required Three of the five scheduled sessions were held. As an
introduction to the course, the class was told that they’'d "better be able to
swim. because a Trooper’'s wife had died when no uvne knew what to do.” The

non-swimmers were given two lessons, no tests were given and the course was
cancel led because of unexpected scheduling problems.

leaching Technique

As has been stated previously, attention must be paid to the manner in which
police personnel are trained. What type of method best allows an
organization to develop within its employees the necessary skills and
abiiities to satisfactorily perform their jobs?

The teaching style exercised at the Police Academy was a traditional one. It
was characterized by a one-way transfer of knowledge in the form of facts
from instructor to trainee. Through the lecture/note-taking process the
trainee accumulated a large quantity of information. Rote memorization was
the only way it could be handied. The major defect with this approach is
that it tends to emphasize absolute solutions to issues and problems based on
the memorized materials. This eliminates any careful analysis of the many
dimensions and alternative decisions which are characteristic of police work.
Intellectual rigor and abstract thinking are not emphasized. therfore
frequent trouble dealing with situations in which concrete solutions cannot
be provided beforehand are likely to occur.

Also. the traditional approach does not motivate students to learn. They
become bored listening. struggle to memorize, and forget rapidly. There is,
as a result, little or no comprehension or application.
[he above-described approach is intended for use with children, hence its
name - pedagogy Adults learn through a different process. by different
techniques - andragogy. Adult learning is delineated by:

1 becoming a self-directing person.

2 experience is a major resource, always present and growing.

3 learning is oriented toward a social or occupational role,

4 there is time perspective - immediacy of application, not
storage. and.

5 focus is not subject-centered. but problem-centered. or goal
oriented
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Teachers in an andragogenous system are defined as facilitators and resource
persons fn the process of inquiry. They manage, or guide, the learning pro-
cess, as opposed to managing the content of learning. This creates a learn-
fng climate, both psychological and socfal, which is cooperative and non-
threatening. Individuals tend to feel more committed to something in which
they have had the opportunit- to participate, and in which there has been
involvement {n the planning. Aduylts are also more motivated to learn those
things which they need to learn and will lead to satisfactory job perform-
ance. Diagnostic exercises, conducted at the start of the program, to
identify the vartous skills and deficiencies in the class can facilftate

;he effective usage of trainee resources, as well as identify potential prob-
em areas.

Andragogical techniques include some traditional practices, such as lectures,
assigned readings, and audio-visual presentations, but rely most heavily on
participatory events which tap the trainees' experiences. These fnclude
group discussions on decisfon-making topics, such as the use of force or
high-speed pursuit, role-playing and simulations in areas such as crisis in-
tervention, interviewing, search and sefzure, or use of firearms, and team
projects, such as crime scene preservation and investigation, motor vehicle
accident investigation, or mock trfals. In these ways the energy of the
novice and the veteran performer are utilized to everyone's advantage.
Everyone in a group will have something to contribute, be it skill or pers-
pective. ‘

Because the major portion of the Trooper's job is relatively unclear and
thought-provoking in nature, pedagogical training, with its emphasis on the
absolute, is not a viable base upon which to build a trainfng program. Train-
ing, in this case, has fgnored the aspect of discretion. The word was used
continually in the classroom, but the trainees were not given the toolswith
which to use it. They were not trained to handle the types of situations

that require analysis and innovative approaches, such as domestic disputes.

The consequences of using a pedagogical approach in this training program
were that trainees with no prior polfce work experience found themselves
fgnorant and fearful in new sftuations in the field. Trafnees who had prev-
fously been police officers relied on their prior work experfence and re-
garded the Academy as "simply paying my dues.”

Evaluation

Trainees were evaluated in each class by multiple choice and fill fn the
blank tests. A 70% score was a passing grade. The tests come strictly from
the notes which were mimeographed sheets on which the trainee filled {n the
blanks as the instructor lectured (read the notes). While this s {n keep-
ing with a pedagogical teaching style, it does little to determine what the
trainee really knows and can apply to a real situation. If written or oral




examinations are deemed necessary, then essay questions, at the very least,
would provide a more accurate reflection of the trainee's skills. Essay
questions elicit conceptual explanations and filustrations. Ora® presenta-
tions perform a simflar function, as well as reveal the trainee's ability to
communicate, a too)l as critical to job performance as any other.

Recruit Profile

Fifty-four recruits reported to the Police Academy on the first day of the
training program. There were 13 white females, and 9 black, 2 Hispantc, 2
American Indian, and 28 white males. Their ages ranged from 21 to 39 years,
with the average age of 28 years making them the oldest class to date. Five
of the women were over 30, and 14 of the men. Two of the women were married,
and two had children (one was a sfngle parent). Twenty-six of the men were
married, thirteen with children. The following table shows the educational
Tevels attained by the class, subdivided by gender.

TABLE 1
LEVEL OF EDUCATIONAL ATTAINMENT

Female le
High School 4 13
Some college 3 14
BA/BS 6 10
Graduate School - 2 (MA degrees
Other - 2 (Law school,

2 yrs. each)

A1l but six of the trainees were in some way “familfar,” or thought to be by
the Selection Committee, with police work because of their prior work exper-
fence.

Police Officers 19
State Police Auxillfaries)
Security Guards ) N
Protective Services )

(al) trained by SP)
Law student 1

Fathers are/were police
officers 6

State employees with
110&; to SP 4




Military Service 6

Firefighter

*unfamilfar”

1
6

Forty of the trainees knew personally someone in the State Police, and the
other fourteen had contacts with municipal palice officers.

Answers to the question of what motivated them to apply to the State Police
varied only slightly for males and females.

Female responses:

enjoy police work

interest in child abuse
1ike working with teenagers
non-traditional

fnteresting

respectable

challenge

personal satfisfaction
useful service

upward mobility

Male responses:

opportunity

return to home state

this State hires people
over 35 years old

better pay/benefits

prestige

most professfonal
department

most elite

chance to specialize

reputation

enjoy investigating

interest in law

"always wanted to be a cop”

wanted to be in a “good"
police unit

change

sel f-respect

self-confidence

11ke working with people

good pay

career advancement

interest

worthwhile

help people

varfety

"always wanted to be a cop”
enjoy outdoors

challenge

decisfon-making

change of scene

The following table shows the changes in personnel status by gender and
racial designation over the course of the training program.
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TABLE 2
PERSONNEL STATUS CHANGES by gender and race

FEMALE MALE

White Black Hisp. A.1. White Total
Hired 13 (100%) 9 (100% 2 (100% 2 (100%) 28 (100%) 54 (100%)
Graduated 6 ( 46.1%) 7 ( 78% 2 (100% 2 (100x) 21 ( 75%) 38 (70.3%.
Res { gned 2 (15.3% - - - - 2 ( 3.7%)
Fired 5 ( 38.4%) 2 ( 22%) - - 7 ( 25%) 14 (26%)
After grade

uation

Rehired ] - - - 6 7
Total %
Graduated 53.8 78.0 100 100 A 96.0 83.3

The two women who resigned did so voluntarily during the third and fifth
weeks. One cited excessive pressure and an expectation of fatlure. The
other, a single parent, was unable to resolve a child care problem. Of the
five women fired (one in the seventh and four in the fourteenth weeks), three
brought a lawsuit. One of these women sought reinstatement and settled out
of court. The other two are seeking a large monetary settlement and a formal
change in the State Police policy regarding the treatment of women during
training. The final two cited humilfation and exhaustion as their reasons
for not fighting what they did, however, believe to be unfair teminations.
“I simply couldn't go through that all over again.”

Stx of the white males fired brought a lawsuit against the department. Train-
ing officials were fmplicated {n the wrongdoing and improper firing proced-
ures were cited. The parties settled out of court. The six men were rein-
stated and later graduated. One black and one white male have “accepted”
their terminations. One black male is pursuing, in an undetermined manner,
some form of compensation. His name has been linked to the women's lawsuit.

Recruft Class Structure

In order to "properly supervise, counsel, and divide the labor," the recruit
class was divided into five platoons of eleven persons each (fifty-four re-
cruits plus one researcher/recruit). Each of the five instructors was
assfgned as a "counsellor” to a platoon. Perfodically, at their discretion,
they would hold personal interviews with their "counsellees" to "see how




things were going." Little was accomplished at these sessions, however, since
the class was strongly informed on the first day that "you were to resolve
your own problems or get out,” and “stool fes were not tolerated.*

Each platoon was commanded by a recruit "sergeant™ on a two-week rotating
basfs. The class as a whole was led by a recruit “l{eutenant.” These ranks .
were assigned by the Training Class Coordinator and an {nstructor, as were
the fnftial platoon assignments. Through informal conversations with these
men, it was determined that the assignment decisions were made on a personal
basis--who they believed would be "good” fn the position relative to the con
ditions of the perfod. For instance, after a period during which the class
exhibited great solfidarity, a 1iputenant was chosen whose attitude and de-
meanor would create divisfveness. Class soltdarity was frowned upon when
present, and encouraged when absgnt. When pulling together, the recruits
were told that they couldn't stand on their own two feet; when there was dis
cord, they were called lazy and undisciplined.

It was also acknowledged "off the record® that the platoon assignments were
made on the basis of those who were thought to be “"interesting combinations
of people.® Two platoons were composed of ten aggressive and athletic men
and one small woman each. The :gher platoons had three or four women each.
Seven of the ten l{eutenants werg chosen from the two predominantly male
platoons, as well as six of the men who were fired. Roommate assignments
were changed approximately every six weeks and three rooms were always occu-
pied by some combinatfon of the same eight men.

The platoon system was also utilfized so that recruits would become familfar -
with the chain of coomand. Any tommunications (questions, requests, or re- :
ports) travelled up the chain from recruit to platoon sergeant, to Training ]
Troop Lieutenant, to a Trooper (Pnstructor). to the Sergeant (Training Coor- ‘
dinator). Orders travelled downithe chain in the same way.

The primary responsibility of the platoons was the completion of dafly work
assignments. Actually they were cleaning duties--the bathrooms, the “gym,”
the classroom, the staff's cars, and the hallways. Each platoon worked one :
detafl for a two-week period. Inspections were held every morning between y
7:30 and 8:00 a.m. Also included in the inspection were rooms, and personal

appearance. Demerits were given for anything found unsatisfactory by the

inspector (which ever instructor stayed over the previous night). Standards

varied with each inspector and there was always something wrong.

The work details also varied in the amount of work involved and the time of
day 1t was performed. Cars were washed and vacuumed at lunch; the gym was
scrubbed with ammonfa and swept after 10 p.m.; the classroom could be swept,
straightened, and the blackboards washed after the evening class (usually
9 p.m.); the hallways were done in the morning before and after breakfast;
and the bathrooms were done in two parts--after 10 p.m. the shower area was ;
sanitized so that it would be dry by morning and could be buffed for streaks; -
in the morning, toilets were cleaned, mirrors were shined and the floor was .
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vacuumed. Sinks in the bathrooms were taped off and never used in order to
reduce the work load. The morning cleaning was done after breakfast, so
recruits had to use other toilet facilities. The only one available to the
women was off the first floor lobby and it took four weeks to secure per-
mission to use it. During those four weeks considerable discomfort was ex-
perienced by all the women, the effects of which were felt all day.

Daily Schedule

The days at the Academy were remarkably alike with respect to the scheduling
of events and the emotional atmosphere at any time during the day. Any de-
parture from the routine was perceived as a welcome relfef, regardliess of
any associated costs.

The day would begin at 6 a.m. with washing, dressing and straightening one's
room. Most recruits avoided bed-making, since they were not issued rulers

to measure the sheet foldover, 'and did not wish any demerits. Instead of
sleeping in the bed, they would sleep on top, using a spare sheet smuggled in
from home as a covering in thelcoo1er weather,

At 7 a.m. platoons would “fhlIQin for breakfast, which was typically eaten
in a hurry in order to be back|upstairs in time, and ready, for inspection.
Inspection usually took fifteen minutes. By 7:55 a.m. the class would once
again "fall in" by platoon to do to the classroom. Classes fnvolving no
physical labor were held from 8:00 to 12:00. Lunch covered the next 45 min-
utes, but the amount of time one had to eat varied by platoon. Car washers
were at the head of the 1i{ne, followed by the other platoons in numerical
order. The last platoon usually stood in 1ine for 25 minutes before reach-
ing the food line, leaving little time for relaxation or normal consumption.
Fast eating soon became the norm, as did indigestion.

Afternoon classes were held from 1:00 to 4:00 p.m. Physical training began
at 4:15. Some days classes would end at 3:00 p.m. to make time for an addi-
tional physical activity, such as use of baton, or defensive tactics. Physi-
cal training, or P.T., began with 45 minutes of calisthenics, and ended with
45 or more minutes of running.. The running track became the arena in which
an effort was made to show that women did not belong in police work. It was
the one area in which they did not perform with the same speed, or, there-
fore, the same distance. They were constantly ridiculed, criticized, and
demeaned by both instructors and peers. The tension was exacerbated by

90° temperatures for the first three months. Sweatsuits were required for
the first six weeks.

After running,the class went strafght to dinner. During the first few months,
half of the recruits would simply drink 1iquids and eat jello or ice cream.
Soaked with perspiratfon, out of breath and physically 1imp, they sought to
revive and leave, in order to get out of their wet sweatsuits. Men and
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women alternated taking showers first each day, until the women suggested
that they go straight to the showers while the men began eating. After
several more weeks the suggestfon was approved, but was rescinded when the
weather became cooler. ;

The evening class began at 7:00 p.m., and usually ended at 9:00. From

9:00 - 11:00 students were "freel" During that time they had to type, in
regulation form, all the notes gfven in class that day, study, and attend to
any work detafls. There was 1ittle or no time for socializing or recreatton.
Many of the men, however, took time to use the weights in the gym, and some
of the women would return to the track fn an attempt to improve thefr run-
ning. Lights were turned out at;11:00 p.m.

Just as ithe class schedule was c&nsistent, so were recruft moods. In the
mornings, people were generally short-tempered. They expressed concern over
never waking up feeling rested. | The classroom routine of lecture and note-
taking added to the ever-present| fatigue. DOrowsiness was especfally evident
fn afteﬁnoon classes until 3:00 p.m., when ft was replaced by tension and
anxiety over what might happen in P.T. that day. Evenings brought exhaustfon
and depressfon. Conversatfons were fraught with complaints. Many trainees
had difficulty sleeping, and it was not uncommon to see Nyquil being taken
Just before the Tights were turned out. Its 12% alcohol content and other
chemfcal substances were believed to be sleep inducting.

Though varying only slightly, depressions were more visible on Monday and
Friday mornings. Monday saw thefir return from two days at home, and the only
spark of 1ife was their curiosity to see {f anyone had decided to drop out.
Friday's anticipation of release/ was dampened with the thought of the dis-
missal inspection, which typicaljly lasted until 7:30 or 8:00 p.m.

The dafly routine offered a form of stability, in spite of its anxiety-
produciqg nature, 1n an otherwise unstable environment. Trainees feared
flunking out up until the final itwo weeks. They were never sure {f the
standard set yesterday was stilli in effect today. Only one of the fnstruct-
ors was consfdered to be reliable in relating to trainees in the classroom,
on the running track, as a counsellor, or an {inspector. And the “facts"
which they were memorizing never seemed to make the transitfon from one class
to the next. -But they knew that they would be doing sft-ups at 4:30.

5.2 The Field |

Responsibilities 1n each of theitwelve Troops around the State vary by
geography and economic status. Major highways run through some territories,
an international airport 1s the sole responsibility of one Troop; and rural
towns with few financial resources rely on State Police protection. Because
of these types of variations, the work of some Troops is predominantly high-
way patrol, while other's {s fnvestfgations.
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Each “"barracks" is commanded by a Lieutenant, who is assisted by an Executive
Sergeant. Deily supervisfon of police work is handled by three to six Ser-
geants, one of whom may be the Coordinator of any Resident Troopers in the
territory. Each of the Sergeants is responsible for approximately ten
Troopers. The number may vary according to current staffing levels. For
several years the Department has claimed a "severe shortage of personnel.”
There is also a Criminal Investigation Unit at each barracks. Staffed by a ;
Sergeant, two Troopers and a State Polfice Woman (SPW), who are responsible i
for conducting investigations of long duration, or of a more serious nature
than would fall within a Trooper's range of abilities.

Patrol functions are conducted around the clock with three 8 hour shifts.
Patrols, or specific geographic areas, are assigned to each Trooper by
seniority in most Troops. During the shift, the Trooper 1s expected to
drive around the patrol area, responding to specific locations and events
when notfified by the radio dispatcher. Thoseon highway patrols are also
responsible for citing improper motor vehicle usage, helping disabled mot-
orists, tagging abandoned cars, securing and supervising accident scenes,
and investigating accidents. Troopers with town patrols perform similar
functions plus respond to "house calls,” such as domestic disputes, bar
brawls, burglaries, assaults, etc.

The majority of time on any given day is spent driving and waiting. Boredom
is the major complaint. One of the biggest problems cited by supervisors

was keeping the Trooper on the road. They were continually returning to the
barracks for gas, or a pen, or a form, and would stop frequently for coffee,
or to use a bathroom. In all cases, conversing with another person seemed

to be the goal. Boredom and loneliness seem to stem from a reactionary
approach to police work. No one could define their job as other than answer-
ing calls. The Trooper did not have work to do, only work to wait for. The
wafting and the physical fsolation contradict the conceptualization of police
work as action-and-people-oriented. The daily reality is inconsistent with
the selection criterfa, such as dragging 150 1b. bodies over walls, and
running 6 minute miles. It is also inconsistent with courses stressed at

the Academy, such as Judo, P.T., and Boxing.

e e

The major complaint of the supervising Sergeants was the fnability of most
Troopers to do their paperwork. Major steps would be left out of investiga-
tions, reports were not written properly, and there were no sanctfons which
could be employed by supervisors to elicit appropriate behavior. Before
authorizing a report to be sent to the Records Division, or the Courts, a
Sergeant would frequently have to return it to the Trooper for corrections.
Omissions and errors in these documents reflected canceptual problems, as
well as an inabflity to write. Similar problems occurred in verbal communi-
catfons as well, Altercations with mtorists, poorly conducted interviews
ylelding fnsufficient information, and the insensitive handling of victims
are some examples.

s _a_aw -o
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Problems such as these, which more often than not go unaddressed as a result
of frustration with, and surrender to, a system which lacks organization,
only worsen with time. ®Monday morning quarterbacking” becomes the norm,
and disenchantment with reality grows. Reliance on idealized conceptualfi-
zatfons also grows, further denigrating reality. Relatioaships with similar
people are sought and cliques form. Informal norms come to predominate.
Personal {dentities take over where an occupational one should operate.

Without specific work goals, without detailed job descriptions, and without

strong norms and sanctfons, the expectation for productivity, and efficiency
fs remote.
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II. DEFINITION OF THE OCCUPATION

1. Occupational Conceptualizations

The work of the State Police, according to the majority of departmental
members interviewed, was "keeping the streets clean.” Explaining that
statement, or one similar to 1t, was véry difficult for these men and
women. “"lLocking away socfety's dirt,” "making the streets safe," "fight-
ing for law and order," and "fighting crime” were the most frequent
elucidations. During the early stages of interviewing it was learned
that slogans and cliches were the major means of communicatfon utflized
on most occasions. While tone of voice might change according to the
status of the 1istener, form did not. Short, clipped sentences reflected
similarly structured thoughts. Images of 1ife, work, and people were
black and white. In presenting conceptualizations of what the job should
be, what type of person should hold the job, and how the job should be
performed, 1t needs to be emphasized that the speakers are the products
of their work system, as well as workers in it. Through the psycho-
structural process of depersonalization, employees become the objects of
their own labor. By acting out what they want their job to be, rather
than accepting what it is, they create or maintain a system always at
odds with the individual, and fndividuals at odds with themselves. Never
finding themselves in positions of success, efforts to erase dis{llusion-
ment increase, and blame is placed elsewhere. Stereotyping and exaggera-
tion are plentiful, thereby widening the gap between the real and the

ideal, and between the police and other groups.

|
Life {fs viewed as dangerous, uhdependabIe. and disrespectful. Reasons
cited for such a negative view were high crime rates, low conviction rates,
1iberal thinking and "an erosion of the moral fiber in this country.”
Responsibility for this state of affairs was placed with politicians,
students, minorities, the press, and the general public.

"Politicians can't be trusted; they won't help you unless
it's politically convenient. And those bleeding-heart
l1iberals make 1{fe miserable for the rest of us."

"Students don't have any respect for the law, they're only
concerned with not getting busted for drugs.”

"Black organizations are ant{-polfice."”

"The press distorts the truth; they always use humiliating
pictures of us."”

"You're there to help people, but you always need a witness
so they don't turn around and hurt you."
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"You put your 1ife on the line for people who don't
care." : 5

The perception of ever-present danger {s paramount:

"You always have to coveJ.your as